This paper examines the impact of ethical leadership on employee attitudes. This study proposes that ethical leadership has an effect on overall job satisfaction. It also suggests that ethical leadership and overall job satisfaction influence normative and continuance commitment. The relationships between variables were evaluated using factor analysis, reliability, descriptive statistics, correlations, and regression in this study. The results based on a sample of 158 employees from one public and nine private manufacturing companies in Federation of Bosnia and Herzegovina support the hypotheses. This study shows that ethical leadership has an effect on overall job satisfaction, normative, and continuance commitment. Overall job satisfaction affects employees' normative commitment but it does not have any effect on continuance commitment.
INTRODUCTION
Employees are a very significant human resource in manufacturing companies. Their performance is directly related to the performance of the companies. Being well aware of this fact, most of the well-known manufacturing companies have focused on factors which increase the performance of their employees. While there are many factors influencing employees' performance, job satisfaction (JS) is one of the most important ones. According to Hira and Waqas (2012) , there is strong relationship between JS and job performance of the employees. However, JS and organisational commitment (OC) are frequently explored together. Some studies demonstrated that JS has an important effect on OC (Fu and Despande, 2013; Huang, You and Tsai, 2012) . Additionally, most empirical work indicated that one of the most important antecedents of JS and OC is ethical leadership (EL) (Neubert, Carlson, Kacmar, Roberts, and Chonko, 2009; Brown, Trevino and Harrison, 2005) . Although there is an abundance of studies which have examined the relationship between EL, JS, and OC, the literature concentrating on the effect of EL on overall JS and OC components is limited. This is also the case with empirical studies which investigate the impact of EL on overall JS and OC components in developing countries.
Bosnia and Herzegovina (BiH) is a developing, transitional country located in the Balkan Region. The estimated population of this small country is 3.79 million people (2013 census figure) (World Population, 2016) . BiH, once part of the former Socialist Federal Republic of Yugoslavia, was devastated in the conflicts lasting from 1992 to 1995. After the Dayton agreement was signed in 1995, BiH was divided into two 'entities' -the 'Federation of BiH' (FBiH), in which only Bosniaks and Croats have full constitutional rights, and 'Republika Srpska' [the Serb Republic], in which only Serbs have full rights -loosely joined by a weak central government. In the Federation, the governmental system comprises of a rotating, tripartite presidency divided between predominantly Serb, Croat, and Bosniak political parties. There are ten cantons in total, each with a different administrative and judiciary systems. In the past decade FBiH recuperated considerably. With the help of developed countries, formerly decimated public organisations have been rebuilt and new institutions have been constructed. Today, there are many private and public companies in FBiH. The data from 2012 show that the 100 biggest companies in the country alone accumulated a revenue of 11 million USD (Klix.ba, 2013) . Despite this huge number, many products were not and cannot be manufactured in FBiH. In other words, the country is still importing the majority of its manufactured products from developed countries. An official report published by the Directorate for Economic Planning of BiH in 2014 shows that the employment in BiH increased for 1.7% mainly in the manufacturing industry in 2014. On the other hand, the average net wage of production workers in 2015 was between 450 and 475 USD in this country in contrast to higher average wages in developed countries (Foreign Investment Promotion Agency of BiH, 2015). As a result, the average increase of industrial manufacturing in BiH from 2009 to 2014 was 1.12%. This number was almost the same in FBiH (Industrial Manufacturing in BiH, 2014). All this data primarily demonstrates the manufacturing problem in FBiH. In order to increase the percentage of industrial production, employees' performance in the manufacturing companies is crucial. Therefore, this study examines the factors influencing employees' performance in manufacturing companies in FBiH.
In a nutshell, this research investigates the effect of EL in public and private companies and the degree of influence of JS and OC components on employees in FBiH. This study uses the path analysis shown in the research model (See Figure 1) . The model requires two paths including some regression analyses. The first path analyses the relationship between EL and overall JS. The second path investigates the relationship between EL, overall JS, and OC components. The purpose of this study is to examine how influential EL can be in increasing employees' JS and OC. 
THEORETICAL BACKGROUND AND HYPOTHESES

Ethical Leadership and Job Satisfaction
The interest in the EL concept developed in the past decade, mainly due to the responsibility held by ethical leaders in today's society. According to Heifetz (2006) , the primary responsibility of ethical leaders is to deal with conflicts among followers, and direct them into the right way. In a book entitled Ethics and Leadership, Hitt (1990) lists three requirements for leaders that allow them to capitalize on their ability to influence ethical conduct: achieving an understanding of ethics, serving as a role model in making ethical decisions, and developing and implementing a plan of action for promoting ethical conduct on the part of his or her staff. In the one of the most used definitions of EL, Brown, Trevińo, and Harrison (2005) summarize the responsibilities of ethical leaders as "the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making (p. 120). In the definitions above, all of the authors agree that EL influences and directs followers to do the right thing (Frank, 2002 (Bandura, 1977 (Bandura, , 1986 ) which posits the idea that individuals always learn by paying attention to and emulating attitudes, values, and behavior of attractive and credible role models. These role models have two crucial characteristics which enhance their credibility: power and status. So, managers in the organisations who are ethical leaders strongly impact employees' behavior in an ethical way through their assigned status and power (Brown et al., 2005) . However, in one of the earliest descriptive studies, Trevino, Hartman, and Brown (2000 Brown ( , 2003 conducted interviews with executives and ethics officers from different type of companies and they found that EL has two important dimensions: 'moral persons' and 'moral managers'. The moral person dimension refers to the personal characteristics of the ethical leader. Moral persons are accepted as honest and trustworthy. They are perceived as fair and principled decision-makers caring about people and behaving ethically in their personal and professional lives (Brown and Trevino, 2006) . On the other hand, the moral manager side refers to how the leader uses his/her leadership position for the promotion of ethical conduct at work. Peterson and Seligman (2004) also emphasize the importance of ethical behavior of leaders in organisations. They came to the realization that listening to employees, making fair decisions, making ethical decisions, and following the ethical standards is the right path in establishing ethical leadership behavior in a company. Moreover, Waggoner, and McKenna (2010) focused on today's main problem of leadership which is the lack of ethics. With a decrease in ethical conduct, leaders have no true direction and are less accountable for their actions. According to these authors, leadership will become very effective in organisations once ethics are adopted as the backbone of leadership.
Regarding the outcomes of EL, it has some influences on employee attitudes. One these attitudes is JS. JS has been a very important concept in organisation studies since it is directly linked to productivity as well as to personal well-being (Kaliski, 2007) . It is a worker's sense of achievement and success on the job (Kaliski, 2007) . JS can also be described as a combination of positive or negative feelings that workers have towards their work. In the most frequently cited definition, it is defined as "a pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences" (Locke, 1976) . Because JS is connected with the individuals wants and needs, its key facets are income, promotion, recognition, and the achievement of other goals that lead to a feeling of fulfillment (Kaliski, 2007) . More than 11,000 studies which have been published about JS since 1973 make it perhaps the most widely studied topic in the entire field of organisational psychology (Deshpande, 1996) . 
EL, Overall JS and OC
OC is a very important concept because organisations try to keep their qualified employees. In many countries, OC has become a major preoccupation and a field of study. This engendered a number of public policies and programs that aim to address problems encountered in the field. In short, OC is "the relative strength of an individual's identification with and involvement in a particular organisation" (Porter, Steers, Mowday, and Boulian, 1974). Employees who are committed to an organisation tend to accept organisational culture, goals, and visions, and most importantly, they want to stay in the organisation.
There are many dimensions of OC. According to the Meyer and Allen (1991)'s conceptualization which is one of the most used ones, there are three components of OC: affective commitment (AC), continuance commitment (CC), and normative commitment (NC). AC is emotional attachment of an individual to the organisation. CC is attachment which is dependent on the sum of valued side bets such as loss of prestige, or status. Finally, NC is the feeling of obligation to continue an individual's employment. Mathieu and Zajac (1990) suggested that there can be differences in commitment levels. They are based on individuals' values and overall benefits. Career opportunities is an excellent example. If an employee feels that he/she can develop his/her carrier in the company or has an opportunity for continuous improvement, he/she would be more committed to the organisation.
Many studies examined OC and JS together and found a positive and significant relationship among these two employee attitudes (Qureshi, Hayat, Ali, and Sarwat, 2011; Malik, Nawab, Naeem, and Danish, 2010). Fu and Despande's (2013) study indicated that JS has a significant positive effect on OC. A recent study also found that nurses' overall JS has an important and positive effect on their affective commitment in hospitals in BiH (Dinc and Huric, 2016) . However, Allen and Meyer (1996) found a significant but negative correlation between CC and JS. In Tsai and Huang's (2008) study, the relationship between JS and CC was also negative. There are also many studies arguing that EL is positively related to OC (Avolio, Zhu, Koh, and Bhatia 2004; Emery and Barker, 2007) . These findings suggest the following hypotheses: Hypothesis 2: EL and overall JS have significant positive influences on NC.
Hypothesis 3: EL has a significant and positive influence on CC but overall JS has a significant negative influence.
RESEARCH METHOD
Sample and Data Collection
In 2014, there were 3.469 public and private companies in FBiH. The average number of employees in these companies was 30 (Industry Profile in FBiH, 2016). In order to enable better generalization of research results, the study targeted employees working in public and private manufacturing companies in Sarajevo, the capital of FBiH. Thirty questionnaires were distributed in one public and nine private manufacturing companies. A formal research approval was obtained from the administration of each examined company. Questionnaires were delivered to companies that have agreed to participate in the study. Researchers explained the purpose of the study, encouraged employees' voluntary participation, and guaranteed the anonymity of participants. The questionnaires were distributed to employees who agreed to participate in the study. The overall response rate (161 completed questionnaires of which 158 were useful) was 58%.
A summary of the sample characteristics is presented in Table 1 . The majority of the respondents (58%) were male, and 65.2% of these employees were older than 31. The predominant level of education among employees (68.2%) was bachelor and masters. The majority of employee respondents (88.4%) were earning more than 285 USD per month. 74.8% of the employees' total work experience was more than 5 years.
Instruments and Measures
A three-page questionnaire with four sections was used to collect data. The first section of the questionnaire included questions about EL. The second section was about OC, and the third section consisted of questions about JS. Finally, the last section included demographic questions. Questions such as age group, gender, education, income, and duration of employment in the company were asked in this section. The survey was prepared in English first and then translated into the Bosnian language. The translation of the questionnaire was done by experts who know both languages and respective cultures. Pilot study of the survey was done with students, employees of one private publishing house, and professors which amounts to a total of 30 participants. The purpose of pilot testing was to assess the validity of the survey. Ambiguous questions were reevaluated and finalized for data collection. All of the questions were measured using a 5-point Likert scale, with scale anchors ranging from "1" (strongly disagree) to "5" (strongly agree). 
Ethical Leadership
The EL scale that was used in this study was based on Brown et al. 
Organisational Commitment
Employee respondents completed the 18-item OC scale developed by Meyer and Allen (1997) . They found three OC components: AC, CC, and NC. The Cronbach's alpha coefficients for the factors in their study ranged from 0.78 to 0.89. Sample items are "I owe a great deal to my company" and "This company deserves my loyalty".
Job Satisfaction
Employees 
Data Analysis
The data was analyzed using SPSS (v. 20) software packages. Exploratory factor analysis was used to analyse the initial factor structure. Reliability of the scales was measured using Cronbach's alpha coefficients. General characteristics of participants were summarized using descriptive statistics. Pearson's correlations were used to show the relationships among EL, overall JS, and the OC components. Finally, in order to determine the effects of EL on overall JS and the components of OC, regression analyses were used. The results are presented in the next section.
RESULTS
Initial Analyses
The construct validity of three scales used in the analysis was checked using the exploratory factor analysis to analyse the initial factor structure (Churchill, 1979) . Those three factors are EL, overall JS, and OC. EL and overall JS scale were analysed first. The principal component analysis was used as the factor extraction method, and the varimax method was used for the component rotations. In the first run, EL with 10 items and overall JS with five items emerged. The coefficient alpha for EL and overall JS was 0.87 and 0.78 respectively. Factor loadings and coefficient alpha for EL and overall JS are presented in Table 2 . Secondly, the OC scale was analysed in order to find a clear structure of dimensions and items. After four runs, items 3 and 10 were eliminated from further analysis because their loadings were lower than 0.4. Items 1, 16, and 8 were also removed as it was cross-loaded on two components. In the final run, items 2 and 5 were removed from further analysis due to their low Cronbach's alpha coefficients. Items 4, 7 and 13 were also eliminated from further analysis because of their inconveniences with the literature. Two meaningful factors were obtained. The Cronbach's alpha coefficient ranged from 0.71 to 0.79. The two factors identified were (1) NC and (2) CC. The factor loadings and coefficient alpha of the OC scale are presented in Table 3 . If I had not already put so much of myself into this company, I might consider working elsewhere.
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Descriptive statistics and correlations for EL, overall JS, and components of OC Table 4 presents the means, standard deviations, and correlations for the variables used in the study. Relationships exist among the study variables. Respondents identified the presence of overall JS (mean = 4.04). It was followed by EL (mean = 3.94). Across the components of OC, the highest score was for NC (mean = 3.71), followed by CC (mean = 3.57). 
Path analysis of the relationship among EL, overall JS, and components of OC
To test Hypothesis 1, Table 5 shows that EL significantly and positively influenced overall JS. The results of the study demonstrate that EL behaviors of managers in companies positively affect employees' JS. Therefore, Hypothesis 1 is fully supported.
In regards to Hypothesis 2, Table 5 shows that EL and overall JS significantly and positively affected NC. The results of the research indicate that the employees who are positively influenced by their managers' EL behavior can be satisfied by their jobs and committed to their companies normatively. Therefore, Hypothesis 2 is fully supported.
To test Hypothesis 3, Table 5 shows that EL significantly and positively impacted CC. On the other hand, overall JS did not influence CC in any way. The results of the study show that EL behavior of the managers in companies affect employees' CC. But, their satisfaction with the job does not influence their CC. Therefore, Hypothesis 3 is partially supported. 
CONCLUSION AND LIMITATIONS
Given the importance of JS and OC in organizations, this study examines the effect of EL on overall JS and OC in public and private manufacturing companies in FBiH. Consistent with the research hypotheses, EL has an impact on employees' attitudes, in particular in terms of overall JS, NC, and CC. Overall JS also has an effect on NC, as shown in the research. The study does not find support for the relationship between overall JS and CC. The implications of the study are highlighted in the following paragraphs.
One of the important implications of this study is that it finds support for the positive relationship between EL and employees' attitudes. Although many empirical studies investigated the relationship between EL and employees' attitudes, there has been a gap in examining EL and overall JS and the components of OC relationship. Therefore, this study indicates that when leaders are 'moral persons' and 'moral managers' who are accepted as honest, trustworthy, fair, and principled decision-makers in their manufacturing companies (Brown and Trevino, 2006) , they can augment employees' job satisfaction and increase both their normative and continuance commitment to the company. Thus satisfied and committed employees will enhance not just their performance, but the performance of the company as well. Based on these results, the study implies that the impact of ethical leaders in retaining and satisfying employees in manufacturing companies is crucial. The companies should invest more in ethics training for leaders. The programs should cover topics such as communicating the importance of ethics, rewarding and supporting employees who behave ethically, and serving as ethical role models. They should also continue selecting managers who exhibited EL behavior during the recruitment process. In this way, the companies could contribute to the development of ethical leaders who are at the same time both moral people and moral managers.
Another contribution of this research is that it finds support for the positive relationship between JS and NC. According to Meyer, Allen, and Smith (1993) , employees who have a strong NC remain with the organization because they feel they ought to. This study shows that the employees who are satisfied with their jobs will be normatively committed to their company because they feel obliged to stay. On the other hand, the study did not find support for a relationship between overall JS and CC. Meyer et al. (1993) point out that employees who have a strong CC remain with the organisation because they need to. Namely, even if employees are not satisfied with their job, they experience CC. Due to this, revious studies found a negative relationship between JS and CC (Allen and Meyer, 1996; Tsai and Huang, 2008) . The high unemployment rate (44.86%) in BiH could account for these results (Unemployment rate in BiH, 2016).
The final contribution of the study is that the AC component of OC scale did not emerge in this research. AC is the individuals' emotional attachment to the organisation. Employees who have a strong AC remain in the organisation because they want to do so (Meyer et al., 1993) . The results of the study demonstrate that employees working in manufacturing companies in FBiH are not attached to their organization. Since they do not have other job opportunities due to high unemployment rates, their commitment is still at a normative and continuance level. The study suggests that manufacturing companies should try to increase their employees' attachment level via trust-building methods, including but not limited to organising trips, rewarding employees with bonuses, approaching each employee equally, and organising educational seminars.
This study has certain limitations. Firstly, the results of the research are derived from a limited sample. Samples with higher sizes may give different results. The second limitation is that this study investigates the impact of overall JS on OC components. The impact of facets of JS such as salary and coworkers on the OC components can yield different results in future studies. Finally, the literature of the study is insufficient. Future studies should add the organisational citizenship behavior component in the EL, JS, and the OC components relationship.
